and logistics total force enterprise that provides the United States a capability rivaled by no other organization in the world. The Marine Corps' total force structure is comprised of an active component (AC) and a reserve component (RC). Over the past decade, the RC of the Marine Corps has been employed as an operational reserve although it is primarily organized, trained and equipped as a strategic reserve. As the Global War on Terror progresses, strategic leaders within the RC and AC must conduct an analysis of the Marine Corps' total force framework to address RC gaps in doctrine, organization, leadership and education. The analysis will further enable the RC to become an effective and efficient contributor to the middleweight of America's Armed Services; light enough to get to the fight quickly and heavy enough to carry the day upon arrival. This SRP will discuss the Marine Corps RC posture through a wide angle lens and briefly address a few of the risks and rewards of the strategic structure transitioning to an operational asset.
RISK AND REWARD OF AN OPERATIONAL MARINE CORPS RESERVE
To remain the Nation's force in readiness, the Marine Corps must continuously innovate.
-Marine Corps Vision and Strategy 2025
The active and reserve components of the Marine Corps have grown accustom to working alongside each other over the past ten years. Reserve component (RC) Marines augmented the operating forces throughout the global war on terrorism (GWOT) and created a symbiotic relationship that is the backbone of the total force.
The "War on Terrorism," named by the G.W. Bush administration, focused attention on the military element of national power and dismissed the other elements. 2 The other contributing efforts such as federal, state and local law enforcement agencies protecting the homeland; the international banking community assisting in tracking the monetary flow of terrorist organizations; and informing our Muslim allies of the false claims against democracy, were overlooked within the "War on Terrorism" moniker. There is a transition of the United States' strategic leaders disassociating the "War on Terrorism"
as an actual war that aligns along a symmetric battlefield where large formations of opposing armor and personnel faced each other in a linear and somewhat organized fashion. 3 I believe this is due to our senior leaders and governmental officials revised strategic view on terrorism as a global struggle against the enemies of freedom and civilization. Conflict in the 21st century will be never-ending and accented with an enemy who has random objectives and an asymmetric order of battle. Enduring Freedom (OEF) reach termination criteria for a military end state. 5 The reserve component's participation within global contingencies over the past ten years has been a force multiplier for the Marine Corps total force construct. 6 Participation on behalf of the reserve component in these contingencies made the Corps' strategic reserve, operational.
A strategic reserve's role is to augment and reinforce the active component during a major contingency. Members of this reserve force are mobilized for short duration in order to assist in a national crisis. This policy is essentially a break glass endeavor that provides additional personnel to the active component in times of war. At the conclusion of the national crisis the strategic reserve is demobilized and put back on the shelf in preparation for another event. The shelf time for the strategic reserve includes large periods on non-use. Defense Review (QDR) Report, which emphasized the importance of a reserve component having the knowledge, skills, and abilities to serve in an operational capacity with available trained and equipped units for predictable and routine deployments. 8 As costs are realized by the Armed Services in light of the looming budget cuts, a comprehensive role for the reserve component will have to be carved out in order to provide the needed structure for the total force. The Marine Corps of the 21st century will rely on the total force to address and deter future conflict that is global and seemingly exponential. 9 The QDR further states that elements of the reserve component are essential to the Nation's national strategy in preventing and deterring future conflict.
The events of 9/11 have shown to be a forcing function in making the Marine
Corps' sixty year old and antiquated strategic reserve system obsolete. The Marine Corps is America's Expeditionary Force in Readiness -a balanced air-ground-logistics team.
We are forward-deployed and forward-engaged: shaping, training, deterring, and responding to all manner of crises and contingencies. We create options and decision space for our Nation's leaders. Alert and ready, we respond to today's crisis, with today's force . . . TODAY. Responsive and scalable, we team with other services, allies and interagency partners. We enable and participate in joint and combined operations of any magnitude. A middleweight force, we are light enough to get there quickly, but heavy enough to carry the day upon arrival, and capable of operating independent of local infrastructure. We operate throughout the spectrum of threats -irregular, hybrid, conventional -or the shady areas where they overlap. Marines are ready to respond whenever the Nation calls . . . wherever the President may direct.
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The AC has made strides to ensure that the guidance of the Commandant of the Marine Corps, the Secretary of Defense, and Secretary of the Navy was followed and effectively carried out. 19 In 1995 Operational design has recursive components that require continuous assessment to codify the existing problem and determination of actions addressing that problem. 24 At the onset in building operational design you must first frame the environment and define the problem. Putting the environment in an appropriate context and properly defining the problem is essential to solving the problem. 25 As Strategic leadership in the 21st century will be in an environment that is volatile, uncertain, complex and ambiguous (VUCA). 29 There are three competencies within FM 22-100 that define leaders whether tactical, operational, or strategic, in terms of 'Be, Know, and Do.' By all accounts the strategic leader has to "Be, Know, and Do" everything. 30 Being is about knowing yourself, how you display your values and attributes, and the example you set. Knowing involves the skills required to be a leader, such as technical and tactical competency, while doing is about influencing, operating, and improving. 31 These are simple definitions, but it is important to note that effective leaders at any level must be proficient at 'Be, Know, and Do' in order to be successful. formalized professional military education (PME). This education gives an officer the needed tools to provide vision, effectively communicate, and enable the right climate as a leader of an organization, whether tactical, operational, or strategic. In many cases the reserve component has optional education milestones for its officers. Although the opportunity to attend PME exists, whether through distance education or resident training, many of the officers have not completed formalized PME and in many cases attempt to lead at the operational and strategic level with a tactical PME foundation and leadership skillset. This is a risk for the total force as the Marine Corps refines its end strength for the AC and the RC begins to assume a more pronounced operational role. dedicates an entire appendix to effectively define core leader competencies. 32 This FM also defines leadership as influencing people by providing purpose, motivation, and direction while operating to accomplish the mission and improve the organization.
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Leadership is further broken down into goals that are derived from the previous definition. 34 The three goals are listed as: 1) lead others, 2) develop the organization and its members, and 3) accomplish the mission. I believe that vision, communication and climate are firmly nested within these three goals.
Leading others requires a modest degree of influencing others. This influence requires that a vision be established to facilitate influence on members of the organization. 35 Clear and concise communication is then required of the leader to transmit the vision in a way that ensures members of the organization are fully vested, on board, and able to express the vision in deeds and action with or without oversight in the absence of further guidance. 36 Finally, the fabric that intertwines the first goal within the definition of leadership and its elements of the leader's vision, and how it is communicated, is climate. The sphere of influence or climate that is within an organization is centered on trust. 37 This encompassing element provides the structural framework that enables a leader to guide an organization with the vision that has been communicated.
The second goal within the definition of leadership found in FM 6-22 is to develop the organization and its members. Again, the three core competencies of vision, communication and climate are nested within this portion of leadership. Vision, as a portion of this goal is aligned with the leader acknowledging responsibility for the organization followed by setting and maintaining realistic goals. 38 Communication in this portion of leadership is essential. This is where the leader provides and encourages open and candid viewpoints that may have a contrarian view of the status quo within the organization. 39 Communication within this goal also lets the organization know the difference between maintaining professional standards and a zero-defects mentality. 40 Again, the fabric that supports this goal of leadership is climate. In order for the AC and RC to embrace the same climate within the total force concept, it is incumbent upon each component's senior leaders to take the appropriate action that fosters individuals within the organization to work together while also displaying initiative. Healthy relationships that foster teamwork and build trust allow the leader in this area to involve others in decisions while keeping them informed of the consequences of those actions. 41 The last goal within the definition of leadership found in FM 6-22 is to accomplish the mission. The three core competencies of vision, communication and climate are also nested within this portion of leadership. Within this goal, vision is demonstrated as the leader seeks, recognizes, and takes advantage of opportunities to improve performance. 42 Communication within this goal is imperative as the leader is getting results by providing guidance and receiving feedback through a healthy interaction with individuals of the organization, specifically between the RC and AC. 43 Climate within this goal is chronicled through the leader removing barriers that ultimately protect the organization from unnecessary tasks and distractions that may be internally or externally generated. 44 While FM 6-22 defines leadership with three specific goals, there is a requirement to elevate the essence of leadership as described within that field manual so that it has application within the strategic realm. It is also imperative that the connection of vision, communication, and climate be sewn into that definition and further realized and nested as core competencies of a strategic leader within the reserve component. In order to properly encapsulate the core competencies that a reserve component strategic leader must embrace, it is necessary to properly define the strategic leader within the context of the 'Be, Know, and Do' trilogy. Answering the following questions could define those strategic leader core competencies: "What does a strategic leader have to be?", "What does a strategic leader have to know?", and "What does a strategic leader have to do?" General George Casey, the current Chairman of the Joint Chiefs of Staff, presented the following succinct definition:
Strategic leaders guide the achievement of their organizational vision within a larger enterprise by directing policy and strategy, building consensus, acquiring and allocating resources, influencing organizational culture, and shaping complex and ambiguous external environments. They lead by example to build effective organizations, grow the next generation of leaders, energize subordinates, seek opportunities to advance organizational goals, and balance personal and professional demands. individuals who did not move and harshly tells them to get up and move now. In the second group someone stands and says, "We're going to have to move. Here is the plan; each of us stands and moves in the direction of the apple tree; stay at least two feet away from the other groups; do not run; do not leave any personal belongings on the ground; do not stop at the base of the tree; and when we all get there . . ." 48 In the third group someone alerts the others; "It is going to rain in a few minutes, why don't we go over to the apple tree, sit, stay dry, and even have apples for lunch." Endnotes
